The results of the empirical research of the influence of nepotism on organisational culture are presented in the article. The questionnaire is composed of two parts: the phenomenon of nepotism and the sick culture of the organisation. This article presents the first part of the results of the research evaluating the expression of nepotism in relations with co-workers, the expression of nepotism in respect of managers and the aspects of positivity and negativity of nepotism. The results of this research are useful for both the public and private sector organisations, as they reflect the general approach of people working in Lithuanian organisations towards the phenomenon of nepotism. Keywords: nepotism, behaviour of co-workers, behaviour of managers, positivity / negativity of nepotism.
Introduction
Relevance of the research. In practice of organisation management managers have to deal with problems that are actualised by naturally developing in the cultures processes of formation of micro-social contracts.
Nepotism as a phenomenon was already noticeable in the Middle Ages, when the Popes were used to appoint their nephews to important posts. To this day the theme of nepotism is analysed sluggishly, because it is a phenomenon, which is quite often imagined for granted. Nepotism was analysed in the context of both the public and private sector, and is evaluated in two ways, but in spite of the attempts to justify nepotism, this phenomenon should be treated negatively, as one of the phenomena affecting the functionality of organisational processes. In modern organisations the problem of micro-social contracts obtains a new meaning, as the realities of the nature of social phenomena have to be analysed in the contexts of modernisation of organisations. The following are considered to be the main advantages: nepotism promotes family competition for the benefit of the company, such policy of the organisation protects a younger generation from being "on the street"; companies remain "alive", as the power is transmitted from generation to generation; an effective way to provide the proper personnel; allows to consider the candidacy of all potential employees, who could be efficient for the organisation, without rejecting those who have ties of blood with the current personnel; promotes a positive family-oriented environment, characterised by spirituality, job satisfaction not only for relatives, but also for all employees (Hayajenh, Maghrabi, Al-Dabbagh, 1994; Abdalla, Maghrabi, 1998). Although nepotism is associated with developing cultures, this is the practice which is not avoided by Western companies as well (Bellow, 2003; Ulrik, 2012) .
Nepotism as a specific microsocial contract, which affects psycho-emotional climate, destroys trust in the values declared by the manager and organisation itself, in decisions taken by both public sector and business organisations. Nepotism is the same discrimination as segregation by gender, belonging to ethnic and other groups. In this case, there is discrimination according to such criteria as family, kin, a group based on monetary or other interests, where kinship plays an important role. From the ethical point of view nepotism can be regarded as some social dysfunction from the perspective of the society as a whole, although in private space the phenomenon is frequently treated favourably (Bellow, 2003; Vveinhardt, 2012a Vveinhardt, , 2012b . This is the main reason for low-level performance, as it is not productivity which is invested in, but the human capital with social connections (Scoppa, 2009 ). Employing relatives (Pruskus, 2003) increases the risk of conflict between the company and an employee, distrust in the organisation increases, it is an ethical problem of the organisation. In addition, nepotism affects employee work satisfaction negatively. This influences the intention to leave the organisation as well as negative reviews about it (Büte, 2011) . In spite of the attempts to justify nepotism in the management practice of private organisations, this phenomenon is most often seen negatively, as one of the phenomena affecting the functionality of organisation management processes, irrespective of the business sector. The practice of nepotism signalizes about the crisis of management and organisational culture. In other words, nepotism can be identified as a critical area, where the danger of manifestation of subjective criteria at the expense of objective criteria in the management decisions always remains.
Problem of the research. What is the intensity of expression of nepotism in Lithuanian organisations and how the aspects of the phenomenon are evaluated?
Problem exploration level. Nepotism was analyzed in the works of the following authors: D. W. Ewing (1965) Most of the researches of nepotism carried out in Lithuania are focusing on the theoretical analysis of the phenomenon and public sector organisations.
Object of the research: the expression of nepotism in Lithuanian organisations.
Aim of the research: to analyze the intensity of the expression of nepotism in Lithuanian organisations.
Methods of the research: analysis of literature, questionnaire survey.
Research methodology
The questionnaire composed of 2 scales, 6 subscales and a block of demographic questions was developed for diagnosing the intensity of expression of nepotism in Lithuanian organisations. The first scale consists of 4 subscales: the behaviour of co-workers (fears associated with managers' relatives), the behaviour of managers (fears associated with managers' relatives), positivity of nepotism and negativity of nepotism. The second scale includes two subscales: an employee as a part of "sick" culture of the organisation and the features of "sick" culture of the organisation (more details in Table 1 ). The demographic criteria form a separate block.
Items of the questionnaire about the characteristics of nepotism were formed on the basis of the questionnaires used in the studies of H. All results of evaluation of the public and private sectors are presented separately; this will help not only reveal, but also compare the existing situation in the Lithuanian organisations.
Results of the research
The population of this research is all residents of Lithuania working in the public and private sectors. According to the data of the Department of Statistics of Lithuania for the last quarter of 2012, the mean number of employees is 963.453. The sample necessary for the research was calculated using Paniotto formula, recommended by statisticians, n = 1 / (∆ 2 + 1 / N), where ∆ is the error allowed. The error of the sample of the research is 0.07. After calculation of a sample is accordance with the set criteria, the required number of respondents is 204. This number with the error mentioned in enough to extrapolate the data to all the population. In the description of the research the generalised concepts of negativity and positivity of nepotism are used. The concept of negativity reflects the negative context of evaluation of the phenomenon. The concept of positivity reflects the positive approach towards the phenomenon.
The research involved 238 respondents: 94 from the public sector, 144 from private sector companies, 33.6 % male and 66.4 % female. Detailed information about the respondents (gender, age, education, position, length of service in the current organisation, size, status and capital of the organisation) is provided in Table 3 .
As can be seen from the data provided in Table 3 , most of the respondents (69.7 %) have acquired higher education, but only 5.5 % take up managerial positions. Distribution of other respondents according to their positions is 35.7 % specialists, 24.4 % administration employees, 28.6 % workers. The majority of respondents (45 %) have been working in the current organisation from 1 to 5 years, 18.9 % have been working for up to one year, and only 9.7 % of the respondents have more than 10 years of experience within their organisation. This is a sufficient time span to familiarize themselves with the culture of the organisation and established social relations and connections. According to the size of the organisation, 41.2 % of the respondents indicated working for a medium-sized organisation, 13 % for a very small organisation, 27.3 % for a small organisation and 18.5 % for a large one. Thus, the participants of the research represent a sufficiently broad spectrum of organisations in terms of their size and represented sector. Relationships with co-workers. Relationships with co-workers are one of the key criteria determining the way an employee feels within the organisation and the overall climate of a department and the organisation. When analysing nepotism, there is a general opinion of various scientists that this phenomenon promotes mistrust, causes internal conflicts within the organisation, as well as damages the welfare of the organisation as a whole. The survey carried out in Lithuanian organisations has revealed the current situation in the public and private sectors. First of all, nepotism is considered with regard to the behaviour of co-workers, its underlying actions, reactions, culture of intercommunication. The unclosed sensitive spot of nepotism in the private and public sector organisations (see Table 4 ) is inability to deal with those who got into the organisation with the help of relatives. This demonstrates the perception There are no obvious reasons, why nepotism is evaluated more sensitively in this sector, but it can be presumed that this is influenced by the absence of relevant laws or code of ethics, which could limit the exhibition of nepotism, which has a negative effect. In the public sector, unlike the private sector, nepotic relationships are strictly institutionalised (in spite of the ways to get round prohibitions applied in practice), therefore, in private organisations they are highlighted as a relevant, uncontrolled source of the threat. The absence of objective control mechanisms, a doubtful opportunity of appeal when facing such nepotic policy really or the possibility of the collision cause the sense of instability. In terms of the quality of relationships, the destruction of team activities is presumable as well.
Together with this, the answers of the respondents reveal the respondents' approach to nepotic relationships. Although nepotism is seen negatively, a significant part of the respondents would like to have a "pull" in the organisation. Such ethical contradiction demonstrates how deeply nepotism is ingrained in the national mentality, shows a potential danger of toleration of corruption, when dealing with personal matters.
The situation encourages viability of the culture, in which illegal relationships become existential reality. Therefore, even after the change in the status of the respondents (gaining the power of authority) the development of this culture is forecast.
It is also important to review the relationship between the behaviour of coworkers and other areas analysed in the research. It is shown by correlation between the variables measured by spearmenBrown coefficient, which is defined as very strong, where the coefficient ranges from 0.9 to 1 and strong when it ranges from 0.7 to 0.9. When analysing how the behaviour of co-workers correlates with other analysed scales, it is necessary to draw attention to the public sector, where a strong relationship prevails between negativity of nepotism (correlation coefficient 0.812), an employee as a part of the "sick" culture of the organisation (correlation coefficient 0.815) and features of the "sick" culture of the organisation (correlation coefficient 0.822). A strong correlation coefficient means that the behaviour of co-workers has unambiguous and proportional significance for the mentioned variables. It should be noted that there is no such a strong correlation in the private sector, although the highest values of the coefficient belong to the same variables: negativity of nepotism, an employee as a part of "sick" culture of the organisation, features of "sick" culture of the organisation (see Table 5 ). It shows the displacement of variables of cultural adaptation.
In summary it can be stated that the behaviour of co-workers is an important variable when analysing the expression of intensity of nepotism in organisations, which not only affects the emergence of internal conflicts within the organisation, but also has a direct relationship with morbidity of the culture of the organisation. The results have shown that the most sensitive spot of the organisation in respect of employees is unearned appreciation of co-workers related by family connections and cautiousness in dealing with such members of the organisation. The tendency of reconciliation with the reality becomes apparent.
The expression of nepotism in respect of the managers. When assessing the behaviour of managers in cases of nepotism, first of all, the images of the abuse of official position and the use of the position meeting their own needs emerge. The cases, when there are "pushing through" their own people into vacant positions or positions made vacant purposefully, are often referred to. But it quite often happens so that those who got into the organisation in a different way than it is appropriate, do not meet the requirements, and as the results of the research show (see Table 6 ), it is difficult to demote or fire these employees, because they have family links with the management (mean = 4.14, mode = 5 in the private sector, and 4.06 and 4 in the public sector respectively). Such a problem is observed in both the public and private sectors, but in the latter the managers' tolerance towards "pushing through" is equivalent to digging a pit for themselves, because the manager himself takes care of less competent employees, as a result the quality of performance decreases. It is necessary to note that the majority of respondents expressed their opinions about the lower-level managers' fear of subordinates, who have relatives in the management (mean = 3.74, mode = 4 in the private sector, and 3.65 and 4 in the public sector respectively). The existence of nepots distorts subordination relationship, therefore, functionality of the organisation is affected. It can be assumed that managers being afraid of their subordinates also do harm to the organisation simply because they fail to carry out their duties properly.
In the opinion of the majority of respondents, the fact that organisations advocating relatives and friends face the situations when disagreements within the family or the company turn to business problems (mean = 4.02, mode = 4 in the private sector, and 3.89 and 4 in the public sector respectively) is also a sensitive problem. Although the distribution of responses in both the public and private sectors is almost identical, this situation cannot be evaluated unambiguously, because the risk of potential losses differs significantly.
Readings of spearmen-Brown's coefficient are used again for evaluation of correlation of behaviour of managers and other variables (see Table 7 ). They reveal that the behaviour of the managers has a strong correlation with the behaviour of co-workers (correlation coefficient 0.748) and negativity of nepotism in the public sector (correlation coefficient 0.776). Therefore, it can be argued that with strengthening behaviour of managers with respect to nepotism, there will be more explicit and intense negativity of nepotism, and the behaviour of co-workers will become even more sensitive problem in the normal functioning of the organisation. There haven't been extremely strong correlations in the private sector, however, the connection of moderate strength can be found between negativity of nepotism (correlation coefficient 0.739) and behaviour of co-workers (correlation coefficient 0.674). In summary, it can be argued that the behaviour of managers with respect to nepotism is important in terms of normal management of the organisation, without seeking personal benefit. Abuse of official position often backfires on the manager himself, as the protection for relatives limits the work of the lower-level managers, the fear and the feeling of inferiority emerges.
Evaluation of positivity of nepotism. During the analysis of scientific literature on the topics of nepotism a wide range of evaluations of this phenomenon has been found. Several scientists evaluate nepotism positively, arguing that it is one of the ways to provide the proper personnel, without rejecting any candidacy opportunities. Commitment and greater efforts are mentioned. As it is known, the respondents' wish to have an influential "pull" in the workplace was found, but is it really related to positive evaluation of nepotism? From the results of the research carried out it can be assumed, however, that the scientists rarely see a positive side of this phenomenon. When analysing the opinion expressed by the respondents (see Table 8 ), it is seen that the items of positivity of nepotism about potential stronger responsibility of relatives, commitment to the organisation, better performance, have small total estimate means, which range from approximately 2 to 2.5. The mode which appears most often is 2, which means that the respondents expressing their opinion on these items, most often chose the response "I kind of disagree". Thus, it can be assumed that the positivity of nepotism is hardly envisaged in Lithuanian organisations.
When evaluating the connection of positivity of nepotism with other analysed variables, strong correlation with neither of them is found (see Table 9 ). It is therefore possible to state that positivity of nepotism does not have a direct impact on or links with the behaviour of co-workers and managers neither in the public nor in private sectors (correlation coefficients are negative).
Evaluation of negativity of nepotism. Negativity of nepotism is usually associated with such concepts as discrimination, corruption, lobbying, abuse, so it is inevitably necessary to review the damage this phenomenon makes in Lithuanian organisations. The research carried out has shown that such phenomena as promotion for existing relations, missing a post, because a friend or relative of the manager is expected to get it, or taking care of the family more than of the business, have an intensive expression in organisations, as total estimate means range from 3.35 to 4.01, and the most common answer is "I kind of agree" or "I totally agree" (Table 10 ).
In respondents' opinion, employees do not trust the managers of the organisation and their relatives (mean = 3.94, mode 4 in the private sector, and 3.66 and 5 in the public sector respectively), which result in resistance, harmful to the work carried out. Stressful work environment is created, as manager's relatives are suspected of acting as spies. According to Managers' relatives have to try harder to prove that they are not protected 2.72 3 2.63 1
Table 9 Correlation coefficients between the positivity of nepotism and other analysed variables

Positivity of nepotism
Sector
Behaviour of co-workers
Behaviour of managers
Negativity of nepotism
An employee as a part of "sick" culture of the organisation the respondents, in the organisation that advocates the work of relatives, it is very difficult to attract and retain good specialists (mean = 3.80, mode = 4 in the private sector, and 3.73 and 4 in the public sector respectively). It can be assumed that nepotism, existing in the organisation, forms a bad image, reputation, and as a result the organisation becomes unattractive, people avoid being employed there. When evaluating the damage done to the organisation by nepotism, it is necessary to review the relationships of negativity of nepotism with various variables (see Table 11 ). It can be seen that the negativity of nepotism is strongly correlated with the behaviour of co-workers (correlation coefficient 0.812 in the public sector and 0.801 in the private sector), the behaviour of managers (correlation coefficient 0.776 in the public sector, 0.739 in the private sector). This means that with the increasing intensity of negativity of nepotism the variables are changing as well. Negativity of nepotism also has a strong connection with the sick culture of the organisation (correlation coefficients 0.757 and 0.785). Considering this, it can be assumed that the probability of developing a "sick" culture of the organisation increases proportionally and unambiguously with increasing intensity of the phenomenon of nepotism. In summary it can be stated that the research in Lithuanian organisations has proved a negative attitude towards nepotism. The existence of the phenomenon violates the functionality of employee intercommunion and the management system. Nepotism negatively affects the culture of the organisation and is one of the symptoms of its morbidity.
Conclusions
The results of the carried out diagnostic research have revealed the current situation and allowed to evaluate the impact of nepotism in Lithuanian public and private sector organisations separately. The expression of nepotism was evaluated, taking into account four variables: behaviour of co-workers, behaviour of managers, positivity of nepotism, negativity of nepotism. Unhealthy culture of the organisation and its relationship with nepotism was evaluated as well. Two variables were intended for that: an employee as a part of the sick culture of the organization, and the features of "sick" culture of the organisation.
In regard to the behaviour of co-workers, nepotism is most sensitively evidenced in communication with the members of the organisation who have connections in evaluation of their performance. Deliberation, fear, internal conflicts are the most commonly occurring factors in both public and private sector organisations. When evaluating the relationship between the co-workers and the features of unhealthy organisation a high correlation coefficient is noticeable, which indicates that the interrelationship is strong, and the influence is direct.
Employees tend to come to terms with the dominant cultural trend and adapt to it. Nepotism is perceived as an anti-value, but a necessary instrument in insecure environment. Insecurity within the organisation because of nepotic relations encourages the ambitions to restore the balance by acquiring an influential rearward. This is a negative and progressive factor of unfavourable organisational climate.
Table 11
Correlation coefficients between negativity of nepotism and other analysed variables
Negativity of nepotism
Sector
Behaviour of managers
Positivity of nepotism
An employee as a part of "sick" culture of the organisation Features of "sick" culture of the organisation When evaluating the behaviour of managers in regard to nepotism, "disability" of the lowest level of management (it is difficult to assess the relatives of top managers, although they do not meet the requirements), which restricts the efficient operation of the entire organisation, is revealed the most distinctly. This situation is very common in both sectors, but it is evaluated more sensitively by private sector organisations. Calculated correlation coefficients did not reveal the strong connection between the behaviour of managers and the features of unhealthy culture of the organisation; however, they have shown a direct connection with the behaviour of co-workers.
A more sensitive evaluation of the phenomenon in the private sector is related to the fact that, unlike in the public sector, in private equity organisations nepotism is not institutionalised, which leads to stronger expression of nepotic relations and the sense of insecure work environment. In addition, this also related to a weak organisational culture, unable to provide sufficient security guarantees.
Taking into account the evaluation of the positivity and negativity of nepotism, it is seen that in Lithuania nepotism is evaluated as a destructive factor, negatively affecting the normal functioning of the organisation. As well as the protection of relatives is evaluated as a harmful phenomenon to the image and reputation of the organisation, and as a result it is difficult to attract and retain good specialists. When evaluating the relationship of negativity of nepotism with the features of unhealthy culture of the organisation, a strong correlation coefficient, which indicates the direct interdependence between variables, is found. Hence, strengthening of the culture of the organisation can be effective both in the public and private sector organisations, partly to compensate for the limited capacity of using institutional instruments provided by legal acts. Straipsnyje pateikiami nepotizmo įtakos organizacijos kultūrai empirinio tyrimo rezultatai. Tyrimas atliktas naudojant straipsnio autorių suformuotą klausimyną, kuris sudarytas iš dviejų dalių: nepotizmo reiškinys ir serganti organizacijos kultūra. Tyrime ne konstatuojama statistinė paties reiškinio sklaida Lietuvos organizacijose, o tiriami giluminiai, kultūriniai reiškinio aspektai, orientuojantis į darbuotojų reakcijas bei reiškinio vertinimus viešojo ir privataus sektoriaus organizacijose. Respondentams įvertinti pateikiami tiek teigiamai, tiek neigiamai įvardijami reiškinio aspektai. Šiame straipsnyje pristatoma pirmoji tyrimo rezultatų dalis vertinant: nepotizmo raišką per santykius su bendradarbiais, nepotizmo raišką vadovų atžvilgiu, nepotizmo pozityvumo ir negatyvumo aspektus. Šio tyrimo rezultatai naudingi tiek viešojo, tiek privataus sektoriaus organizacijoms, nes atspindi bendrąjį Lietuvos organizacijose dirbančių asmenų požiūrį į nepotizmo reiškinį.
Atlikto diagnostinio tyrimo rezultatai atskleidė esamą situaciją bei leido įvertinti nepotizmo poJolita VVEINHARDT, Loreta PETRAUSKAITĖ NEPOTIZMO RAIŠKOS INTENSYVUMAS LIETUVOS ORGANIZACIJOSE S a n t r a u k a veikį Lietuvos viešojo ir privataus sektoriaus organizacijose atskirai. Nepotizmo pasireiškimas buvo vertinamas atsižvelgus į keturis kintamuosius: bendradarbių elgesys, vadovų elgesys, nepotizmo pozityvumas, nepotizmo negatyvumas. Taip pat buvo vertinama nesveika organizacijos kultūra bei jos sąryšis su nepotizmu, tam buvo skirti du kintamieji: darbuotojas -nesveikos organizacijos kultūros dalis bei nesveikos organizacijos kultūros požymiai. Bendradarbių elgesio atžvilgiu nepotizmas jautriausiai pasireiškia bendraujant su ryšių turinčiais organizacijos nariais ir vertinant jų atliekamą darbą. Atsargumas, baimė, vidiniai konfliktai yra dažniausiai pasireiškiantys veiksniai tiek viešojo, tiek privataus sektoriaus organizacijose. Vertinant bendradarbių sąryšį su nesveikos organizacijos požymiais pastebimas aukštas koreliacijos koeficientas, kuris parodo, kad tarpusavio ryšis yra stiprus, o daroma įtaka yra tiesioginė. Darbuotojai linkę susitaikyti su vyraujančia kultūrine tendencija ir prisitaikyti prie jos. Nepotizmas suvokiamas kaip antivertybė, tačiau būtinas instrumentas nesaugioje aplinkoje. Nesaugumas organizacijoje dėl nepotinių santykių skatina siekius atkurti pusiausvyrą įgyjant įtakingą užnuga-rį. Tai yra neigiamas ir progresuojantis nepalankaus organizacijos klimato veiksnys. Vertinant vadovų elgesį nepotizmo atžvilgiu, ryškiausiai atsiskleidžia žemiausio lygio vadovų "neįgalumas" (sudėtinga vertinti aukščiausio lygio vadovų giminaičius, nors jie ir neatitinka reikalavimų), kuris apriboja efektyvų visos organizacijos darbą. Tokia situacija labai dažna abiejuose sektoriuose, tačiau jautriau vertinama privataus sektoriaus organizacijų. Apskaičiuoti koreliacijos koeficientai stipraus ryšio tarp vadovų elgesio ir nesveikos organizacijos kultūros požymių neatskleidė, tačiau parodė tiesioginį sąryšį su bendradarbių elgesiu. Jautresnis reiškinio vertinimas privačiame sektoriuje sietinas su tuo, kad, skirtingai nei viešajame sektoriuje, privataus kapitalo organizacijose nepotizmas nėra institucionalizuotas, o tai lemia stipresnę nepotinių santykių raišką bei nesaugios darbo aplinkos pojūtį. Be to, tai sietina ir su silpna organizacine kultūra, negalinčia suteikti pakankamai saugumo garantijų. Atsižvelgiant į nepotizmo pozityvumo ir negatyvumo vertinimą, matoma, kad Lietuvoje nepotizmas vertinamas labiau kaip destrukcinis veiksnys, neigiamai veikiantis normalų organizacijos funkcionavimą. Taip pat giminaičių protegavimas vertinamas kaip kenksmingas reiškinys organizacijos įvaizdžiui bei reputacijai, dėl to sudėtinga pritraukti ir išlaikyti gerus specialistus. Vertinant nepotizmo negatyvumo sąryšį su nesveikos organizacijos kultūros požymiais randamas stiprus koreliacijos koeficientas, kuris parodo tiesioginę kintamųjų tarpusavio priklausomybę. Vadinasi, organizacijos kultūros stiprinimas gali būti veiksmingas ir viešojo, ir privataus sektoriaus organizacijose, iš dalies kompensuojant ribotas galimybes panaudoti institucinius teisės aktų suteikiamus instrumentus.
